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The purpose of this study was to ascertain whether a selected group of
African-American and Caucasian female executives, who occupied similar positions in
corporate America, share specified self-actualizing values. The Personal Orientation
Inventory (POI) was used to assess the subjects’ level of self-actualizing values. The
responses of 16 African-American female subjects and 16 Caucasian female subjects
were used in this study. Three null hypotheses were tested to determine if statistically
significant differences existed in self-actualizing values. Time Competence scores, and
Inner Directed scores between selected African-American and selected Caucasian
women who occupy similar positions in corporate America. The standard t-test was
used to analyze the data. The results indicated that there was no statistically
significant difference between the self-actualizing values of this selected group of
African-American and Caucasian female subjects. Therefore, the null hypothesis was
rejected. Likewise, the Time Competence and Inner Directed scores of African-
American and Caucasian women in corporate America on the POI indicated that there
were not statistically significant differences between subjects on these scales.
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By the year 2000, it is predicted that for the first time in history, the American
workforce will consist of a majority of women (Schwartz 1992). Schwartz also
indicated that next in the number of women in the American workforce will be ethnic
minorities. This will be in sharp contrast to the present domination of the American
workforce by Caucasian males (U. S. Department of Labor, Bureau of Labor
Statistics 1990).
One of the central problems facing the nation in this regard is how to address
this matter in a rational and effective manner, considering the sensitive nature of race
and gender dramatized in nearly every aspect of American life. In other words, how
can America prepare for this significant transition given the foregoing circumstances?
The situation is exacerbated by the problems attendant to racism and sexism in the
workplace and workforce today.
African-Americans are three times more likely to be discriminated against than
Caucasians when applying for jobs, and they must work harder than Caucasians just
to stay even (Duncan 1990; Thomas and Scott 1991). Duncan further stated that
Caucasians are frequently chosen for top positions over African-Americans in an
attempt to avoid a negative reaction from other Caucasians. Nickerman and
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Kirschenman (1991) interviewed senior executives at 185 Chicago-area firms and they
concluded that employers did not hesitate to use racial stereotypes to evaluate
workers. Such comments as, "the quality of blacks’ education is not as great as white
folks from the suburbs," or "they had bad experiences in that sector," were uttered by
the white interviewees. Similarly, Smith and Davis (1991) also found that Caucasians
still believe that African-Americans are less intelligent, lazier, less patriotic, and more
prone to violence. Poussaint (1991) says that blacks are finding that officials in some
corporations focus more on negatives that fit their predetermined prejudices than on
positives that African-Americans bring to the workplace. According to Poussaint, "It
(discrimination) is based on the color of your skin and the stereotype that they have
about your race" (Black Enterprise. August 1991). Bobo (1985) believes that
education is the only means of altering Caucasians’ negative perceptions of African-
Americans. Stereotypes did not develop over night and therefore, they will not cease
in an instant. This kind of cultural baggage dies slowly.
Regarding the issue of color and the Caucasian, male-dominated workplace,
Duncan (1990) emphasizes that "breaking the color barrier is vital to succeeding in
spite of the old boy network." Duncan explicitly defines the "old boy network" and
"breaking the color barrier" as follows:
OLD BOY NETWORK (noun) - An unwritten methodology, practice, or
tradition used by those in control to manipulate the selection process for
important positions, roles, or undertakings, which selectively removes
people not of the same race and gender who do not hold the same or very
similar ideals, values, beliefs, and characteristics, both personally and
professionally.
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BREAKING THE COLOR BARRIER - breaking down the lines among
your own race as well as the majority. You have found a way to appeal
to a diverse group of people, i.e., whites, blacks, young, old, male,
female, and so forth (Duncan 1990).
One does not need to give up his/her identity or become an "Uncle Tom" in
order to cross the color barrier. However, according to Duncan, the following
statements must be internalized:
1. Talents and abilities must not only be superior, they must
be unique.
2. Talents and abilities must result in something that is
valuable to a diverse group of people.
3. Crossing the line is not an overnight process, and it does
not necessarily mean automatic success.
4. It means having a high degree of tolerance and patience.
5. After professional excellence, superb human relations
skills become the second most vital factor for sustained
success—in some cases it may be as important (Duncan
1990, p.169).
Women in the American Corporate Workforce
The plight of women in the corporate world parallels that of African-American
males and females to a surprising extent. Felice N. Schwartz is president and founder
of Catalyst, a national not-for-profit research and advisory organization that works
with business to effect change for women. What follows is an excerpt from her new
book entitled Breaking With Tradition-Women and Work. The New Facts of Life
(Schwartz 1992). This book is a landmark description of the present plight of women
in corporate America. This excerpt appeared as an article in the Harvard Business
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Review. March-April 1992, entitled, "Women As A Business Imperative." This
article opens with a fictional memorandum from Ms. Schwartz to the president,
chairman, and chief executive officer of a fictional corporation she names Topform
Corporation (see Appendix A). In her article, Schwartz states that she has developed
a simple but effective rating system that runs from zero to five, to gauge how
motivated companies are to accept the women’s imperative as a business imperative.
According to Schwartz, at the low end, zeros represent companies that are dead
to the issue of developing women. These companies make no effort to recruit, train,
or promote women. Next are the companies that simply want to keep ahead of the
law. They represent the ones. They track numbers and fill out Equal Employment
Opportunity Commission (EEOC) forms, but they don’t take any initiative in leveling
the playing field for women or addressing the needs of working women. According
to Schwartz, a third of United States’ companies have done virtually nothing that is
not legally mandated to help their employees cope with family problems. Twos
represent companies that want to do what is fair and right. The twos have formulated
two or three specific policies for child care, part-time clerical jobs, or unpaid
maternity leave, but those who work at the company still feel it’s a man’s world.
Twos give little thought to women’s upward mobility or to removing the obstacles to
women’s productivity. Deep down, the men who run these companies believe that
women should not be part of the company’s real action. There are only a few
employers who can legitimately say, "We are doing well by women," even in a
limited sense, on family and work issues or leadership development according to
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Schwartz. These she labels as threes. Schwartz identifies Gannett’s USA Today, the
Federal National Mortgage Association, IBM, and Coming as threes. She continues
by saying that fours represent mythical companies where one day the playing field
will be leveled for everyone. She says that no companies are there yet, but cites
Xerox as at least trying to get there. Companies at the four level would be truly
responsive to women. There are no fives, according to Schwartz. Of the fives she
says, "This exemplary vision includes an ideal, equalitarian environment, where the
whole management structure is not a power-oriented hierarchy of ascending status at
all, but a jungle gym with lateral sidebars and many-leveled challenges with help and
rewards available for employees at every step." Finally, Schwartz states that most
companies stand at levels one and two; they are complacent and they are in danger.
In 1990, Fortune magazine examined the 1990 fiscal year proxy statements of
the top 799 public companies on its combined list of the 1,000 largest U. S. industrial
and service companies. Of the 4,012 people listed as the highest paid officers and
directors of their companies, only 19 were women (less than one-half of one percent).
Similarly, in 1978, out of 6,400 officers and directors on its combined lists, which
included 1,000 industrial and 300 service companies, only 10 were women (Fierman
1990).
Furthermore, the 1985 Kom/Ferry International Survey of Boards of Directors
revealed that of 562 corporations responding to this survey, only 25.4% (143
respondents) reported that they had an "ethnic minority member" serving as a
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director. These 562 companies had about 7,868 directors. By 1990, only three
percent of the directors were African-Americans (Kom/Ferry International 1991).
Powell and Mainiero (1992) have written a powerful and current account of
women in the workplace entitled, "Cross-Current in the River of Time:
Conceptualizing the Complexities of Women’s Careers." Essentially, these authors
emphasize that women’s careers do not follow a predictable sequence, like their male
counterparts. Powell and Mainiero believe that women are faced with complex
choices and constraints in their career and life development. Therefore, this article
addresses the influence of personal, organizational and societal factors on women’s
choices.
Even though women have made some progress in climbing the corporate ladder,
the playing field is far from leveled. Morrison, White, and Van Velso (1987) point
out that despite similarities between men and women in terms of abilities, motives,
and styles, some differences still create barriers for women. Simply being a woman
in a male-dominated work environment is one major difference. African-Americans
and other minorities also face this challenge in corporate America. Becoming a
mother is another career barrier that is exclusive to women. In the near future
companies will be forced to deal with issues such as these, if they want to continue to
thrive in corporate America.
Statement of the Problem
Although African-American women have realized small gains as a result of
Civil Rights legislation, such as the creation of the Equal Employment Opportunity
7
Commission and voluntary compliance with the intent and spirit of the law, these
women continue to hold lower-level managerial positions (Aldridge 1989).
African-American women comprise only three percent (3%) of corporate women
managers and only .9% of female corporate officers (U. S. Department of Labor,
Bureau of Labor Statistics 1991). A large number of African-American males and
females have advanced to successful middle-management levels but get "stuck" there
because of the fierce competition for advancement for Caucasian men and women
similarly situated. However, Caucasians tend to move upward faster and in greater
numbers. The Bureau of Labor Statistics of the United States Department of Labor
also notes that there are more African-American women than men in executive,
administrative, and managerial ranks. Women are disproportionately represented in
lower-paying, public sector jobs, such as in education, and non-profit organizations.
However, it is predicted that the 1990s may be a decade of change for women. In the
past, women have not reached the top echelons in corporate America because there
was a large pool of qualified men to fill the upper ranks. Today, women attend the
same schools as their male counterparts, and they represent over half of all college
students. Women now earn 55 % of all undergraduate accounting degrees, 51 % of all
master’s degrees, and 40% of law degrees (Schwartz 1992).
The New York City-based National Coalition of 100 Black Women, headed by
Jewel Jackson McCabe, commissioned a study in 1986, funded by American Express
and conducted by Lou Harris and Associates, Incorporated, on what factors affect
black female corporate achievement (Baskerville, Tucker and Whittingham-Bames
8
1991). Those surveyed included 173 corporate leaders, Black Enterprise’s 100 Chief
Executive Officers (CEOs), and black women leaders. Two of the findings are
relevant to this study. They are as follows: (1) black women are often discriminated
against when it comes to being offered operating-division line jobs, and are steered
toward staff-division jobs; and (2) the most important qualities black women should
possess (according to the CEOs surveyed), if they are to become effective leaders, are
strong interpersonal skills, solid experience and a good education.
According to Maslow (1959), highly creative and successful individuals would
logically be expected to be highly self-actualized. Likewise, Morrison et al. (1987)
believe that successful female executives possess several common characteristics,
including the ability to manage their subordinates and work well with people
(Wentling 1992).
The literature also makes strong reference to a phenomenon called, "The Glass
Ceiling." Although some people define "the glass ceiling" as a flat, transparent
barrier around the bottom to the top quarter, Schwartz (1992) has a different
interpretation. She does not see "the glass ceiling" as a physical barrier at all.
Instead, it is an attitudinal hurdle consisting largely of unconscious stereotypes and
preconceptions. In reference to "the glass ceiling," Morrison (1987) believes that
women can only go so far on their own. In her opinion, corporations need to meet
women at least half way (Wentling 1992). The presence of women in executive
positions in corporate America has not changed significantly in over twenty years. In
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the 1970’s, 99% of senior management was male. Today, 97% of senior
management is male (Segal and Zellner 1992).
The majority of senior management females are in staff roles, rather than the
line positions that normally lead to executive advancement (Schwartz 1992). This
point was echoed by Norment (1991) in an article entitled, "100 of the Best and
Brightest Black Women in Corporate America." Norment cites the following points
relative to black women in corporate America: (1) Even today (now just eight years
short of the year 2000), a great number of the Fortune 500 companies report that they
have no black women in top executive positions; (2) A great number of the black men
and women in their companies who are in management posts are in high visibility but
dead end jobs that wield little influence within the company. Typically, line
experience is considered to be necessary for movement to the upper management
ranks. Powell and Mainiero (1992) stress that when women are hired into career
paths that preclude line experiences, their prospects for career advancement are
limited.
Prestigious law and accounting firms select their employees from the top 10%
of graduates from schools of law and accounting. Therefore, based on the increasing
number of female graduates, corporations will be forced to hire men and women, if
they want to recruit the best and brightest individuals (Schwartz 1992). According to
Fortune magazine, women and minorities are already the majority in the workplace.
Consequently, a competitive corporate America will eventually have little choice but
to include women in their leadership pool (Fierman 1990).
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The researcher hopes that information obtained from this study will be useful to
parents, educators (with special reference to school counselors) and other human
service providers to increase the pool of young females to succeed women like the
obviously successful subjects of this study.
Purpose of the Study
The purpose of this study was to ascertain whether a select group of African-
American and Caucasian women in corporate positions share specified self-actualizing
values, using Shostrom’s (1963) Personal Orientation Inventory.
Research Questions
Using Shostrom’s (1963) widely accepted Personal Orientation Inventory, the
following research questions were addressed:
1. Is there a significant difference in self-actualizing values
between selected African-American women in corporate
America and selected Caucasian women who occupy similar
positions?
2. Is there a significant difference in Time Competence (TC)
between selected African-American women in corporate
America and selected Caucasian women who occupy similar
positions?
3. Is there a significant difference in Inner Directedness (I)
between selected African-American women in corporate




This study tested the following hypotheses at the .05 level of significance:
1. There is no statistically significant difference in the self-
actualizing values between selected African-American women
in corporate America and selected Caucasian women who
occupy similar positions.
2. There is no statistically significant difference in Time
Competence (TC) between selected African-American women
in corporate America and selected Caucasian women who
occupy similar positions.
3. There is no statistically significant difference in Inner
Directedness (I) between selected African-American women in
corporate America and selected Caucasian women who occupy
similar positions.
Significance of the Study
The genesis for this study was an article in the August, 1991, issue of Black
Enterprise (BE) Magazine entitled, "21 Women of Power and Influence in Corporate
America." This feature article, coinciding with BE’s twenty-first anniversary,
identified and selected these outstanding African-American women on the basis of
certain specified criteria. Black Enterprise spent four months tapping into "its vast
networks of human resource professionals and industry analysts" (Baskerville, et al.
1991). The final criteria for selecting these women follow. First, each African-
American female executive chosen had line authority over budgets and revenues
totaling billions of dollars. Secondly, these women controlled subsidiaries, divisions
or departments that had a substantial impact on the fiscal health and direction of the
companies for which they worked. Finally, all of the women selected had
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compensation packages ranging from $100,000 to more than $500,000 annually.
Likewise, using the same criteria, the researcher contacted the National Association
for Female Executives and Women’s Bureau to identify twenty-one Caucasian women
in corporate positions who were comparable to the African-American women in
corporate positions, as identified by Black Enterprise.
The primary rationale for this study is the fact that by the year 2000, the
American workforce will be dominated by minorities of gender and ethnicity (U. S.
Department of Labor, Bureau of Labor Statistics 1991). In this regard, Beilinson
(1990) noted that the anticipated increase of women and minorities in the workforce
by the year 2000 may have started in 1990. Beilinson’s article was based on a survey
of 645 companies conducted by the Hudson Institute and Towers Perrins. This
survey revealed that of 66% of the firms surveyed, approximately 15% of the
employees were members of minority groups. Furthermore, of 75 % of the companies
surveyed, at least 33% of the employees were women.
It is the hope of the researcher that the results of this study would contribute
relevant data for developing career education programs to prepare American women
ready to enter the workforce by the year 2000.
Definitions of Terms
African-American: An individual of African heritage who was bom in the United
States of America.
Caucasian: An individual of the white race who was bom in the United States of
America.
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Corporate America: Corporations, companies, or firms located in the United States
of America, with budgets and revenues totaling at least one billion dollars
(Baskerville 1991; Hellwig 1992; Morrison, White and Velsor 1987).
Inner Directedness = Inner Directed (I): The degree to which an individual is guided
by his/her own inclinations (Shostrom 1963). Inner Directedness is
operationally defined in this study as one’s score on the (I) dimension of the
POL
Personal Orientation Inventory (POI): An instrument designed by Shostrom (1963) to
assess the degree to which an individual’s values compare with those of self-
actualizing people. The POI consists of 150 two-choice comparative value and
behavior judgments.
Self-actualizing value (SAV): Measures affirmation of primary values of self-
actualizing persons (Shostrom 1963). Self-actualizing value is operationally
defined in this study as one’s score on the SAV dimension of the POI.
Time Competence (TC): The degree to which an individual lives in the present
(Shostrom 1963). Time Competence is operationally defined in this study as
one’s score on the TC dimension of the POI.
CHAPTER 2
REVIEW OF THE LITERATURE
An Educational Resources Information Center (ERIC) search was conducted,
followed by other computer search systems such as The Business Index, The
National Newspaper Index, The Expanded Academic Index, and Info-Trac.
Despite a literature search on the general aspect of the researcher’s topic, nothing was
found that indicated previous research had been done regarding the subjects in this
study from the perspective attempted herein. The findings of this search aggregate
into the following topics: Women in the Corporate World, Self-Actualization, and
The Measurement of Self-Actualizing Values.
Women in the Corporate World
Even though it is predicted that women and ethnic minorities will outnumber
Caucasian males in the workforce by the year 2000, there seems to be little concerted
and systematic effort to adequately prepare for this eventuality (Schwartz 1992).
Schwartz, the president and founder of Catalyst, a National not-for-profit research and
advisory organization that works with business to effect change for women, paints a
gloomy picture of the present status of women corporate executives (Schwartz 1992).
She developed a rating system for the status of female corporate officers that has a
scale from zero to five, where five is the highest. A "zero" company makes no effort
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to recruit, train, or promote women. A "five" company would have done just the
opposite in a positive direction, including accommodating female corporate executives
to the fullest extent possible. Schwartz concluded that in America today, most
companies rate a one or two at best. Powell and Mainiero (1992) authored a most
comprehensive and penetrating review of the literature on the status and complexities
of women in corporate America. They concluded that "women face a complex
panorama of choices and constraints in their career and life development." These
authors present an approach to women’s careers that: (a) takes into account non-work
as well as work issues; (b) incorporates subjective as well as objective measures of
career and life success; (c) incorporates the influence of personal, organizational, and
societal factors on women’s choices and outcomes; and (d) does not assume that
women’s careers go through a predictable sequence of stages over time.
The majority of policymakers (usually men) foster the belief that women are a
higher risk to employ than men. Although policymakers and male senior managers
may give lip service to the need for more women in the workforce, they are hesitant
to implement any policy changes that would give women the flexibility needed to
balance their family and career. Schwartz (1992) proposes that even today many men
still believe that a woman’s place is in the home, caring for her husband and children.
Therefore, employers choose not to actively address the need for policies (such as
pregnancy, childbirth, and childcare), that will enable women to be active parents, as
well as leaders in the corporate world. Schwartz refers to this as a "conspiracy of
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silence" which leads to the self-fulfilling prophecy of failure for women and the
employer.
In the past, many women stayed home until their children went to college,
before they pursued their career. Today, women’s roles have changed. They are
marrying later in life, earning more college degrees, having fewer children, and
choosing to become mothers later in life. The number of married women employed
outside of the home increased from 20% in 1947 to over 50% in 1982, to 59% in
1991 (U. S. Department of Labor, Bureau of Labor Statistics 1991). In 1990, 55.3%
of mothers with children under the age of one year were in the workforce, an increase
from 31% in 1975 (U. S. Department of Labor, Bureau of Labor Statistics 1990).
A survey of 400 female managers found that the sense of inequality is quite real
to American women executives (Segal and Zellner 1992). Two hundred of the
respondents believe that corporate America is doing "somewhat better" with regard to
hiring and promoting women. The remaining two hundred respondents believe that
the rate of progress is slow.
Although women have advanced in the corporate ranks, they have not
progressed in proportion to their presence in the workforce. In 1968, women
represented 15% of all managers. Based on this statistic, Morrison (1987) pointed
out that one might have expected that 15% of today’s senior managers would be
female. In actuality, only about 3% of today’s senior managers are female, even
though the percentage of female managers overall increased to nearly 41% (U. S.
Department of Labor, Bureau of Labor Statistics 1991; Markeney 1992).
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In the early 1970s, 99% of management was male (Segal and Zellner 1992).
Fortune magazine examined 1990 proxy statements of the 799 public companies on its
combined lists of the 1,000 largest U. S. industrial and service companies (Fierman
1990). Of the 4,012 people listed as the highest-paid officers and directors of their
companies, only 19 were women - less than one-half of one percent. Women find
that climbing the corporate ladder is a very slow process for them. This point is
illustrated in a comparison of Fortune’s 1990 findings with their 1978 findings. In
1978, Fortune conducted a study similar to the 1990 study, previously referenced.
Out of 6,400 officers and directors on its combined lists, which included 1,000
industrial and 300 service companies, 10 were women (Fierman 1990). In spite of
predictions that women would climb the corporate ladder, Schwartz (1992) notes that
their presence in the executive suite has not changed significantly over the last twenty
years. Seventy percent of the 400 female managers polled view the male-dominated
corporate structure as an obstacle to their success. A large number of women still
hold staff positions rather than line positions. Typically, line experience is necessary
in order to move to upper management ranks (Segal and Zellner 1992; Powell and
Mainiero 1992).
Women realize early in their careers that they must abide by the "good old
boys" rules or get out of the corporate game. According to Schwartz (1992),
corporations are "hemorrhaging talent" due to their current employment policies. She
describes a woman’s corporate experience as likely to be shaped by "managers’
perceptions about women, counterproductive male behaviors, the exclusion of women
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from informal male networks, the absence of mentors and role models, and sexual
tension, and harassment." Dreher and Ash (1990) in their research on mentoring,
also found evidence to support the importance of mentors. They conducted a
comparative study of mentoring among men and women in managerial positions.
These researchers found that employees who experienced mentoring relationships
reported receiving more promotions, higher incomes, and were more satisfied with
their benefits than their coworkers who had no mentors.
In her description of a woman’s corporate experiences, Schwartz (1992)
concludes that women are not "just like men." She is supported in her belief by
Morrison et al. (1987), who contend that women face a double barrier - the ceiling
and the wall. The glass ceiling is defined as a transparent barrier that prevents
women from rising above a certain level in corporations (such as senior management,
the Office of the President, and Chief Executive Officer). A handful of women
manage to break through the glass ceiling, only to find that they are walled out of
more senior management (Schwartz 1992). The wall is a wall of tradition and
stereotypical beliefs that separates women from the top executive level. This wall
keeps women from having contact with business leaders who wield the greatest
power. As a result, these women become discouraged, despite the fact that they are
so close to the board room (Fierman 1990; Powell and Mainiero 1992).
Schwartz (1992) asserts that the majority of women in corporate positions quit
their jobs when they become pregnant. They are afraid to tell their supervisor that
they are pregnant and often try to conceal the pregnancy. These women know that
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motherhood is viewed by some male executives as a full-time job that is bound to
interfere with a woman’s commitment to her career. Schwartz also discusses what
she calls "the riddle of the rings," in which female business students remove their
wedding rings before going to an interview. One woman at the Smith Management
Group (a program for women with about 15 years of corporate experience) made the
following comment when Schwartz questioned her audience about "the riddle of the
rings":
As you get older, you know things that you will or you won’t do. But
when you’re really young, and you’re trying for a position, we might all
sit here and say, "No, no, no. I’m not going to do it." But realities are
another thing. You are out there trying to compete, and you want that
position. You are not going to get it if you wear the ring. That might
sound terrible. But that’s a fact of life. It happens, and it happens a lot
(Schwartz 1992).
Another significant decision that women must make regarding their career is
that of childbearing. In 1964, women averaged 3.7 births and today, women average
1.8 births. Instead of becoming a mother at 22 years old, women are now waiting
until they are around 31 years old (Schwartz 1992). Furthermore, Markeney (1992)
of CNN Business News discovered that women in corporate America consider
themselves to be at a disadvantage, if they have children. Therefore, it is not
surprising that women have a higher rate of turnover than men in corporate America.
Male executives choose not to address attrition rate to avoid negative publicity. On
the other hand, women are afraid of confirming management’s beliefs about women’s
lack of commitment (Schwartz 1992).
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However, women may be encouraged by what the future holds for corporate
America. Mary Mattis, vice-president for research at Catalyst Incorporated (a New
York research firm that focuses on women in business), pointed out that women have
not reached the top because there has been no real need to put them there due to the
availability of male candidates to fill the top positions (Segal and Zellner 1992).
However, it is predicted that change is inevitable. Not only is there a growing
number of women in line positions, but Schwartz predicts that the number of qualified
women will soon be too large for corporations to ignore. To do so would not only be
blatant discrimination, but also bad business. In order to hire the most qualified
people, companies will be forced to recruit, develop and retain women (Segal and
Zellner 1992).
Further promise for women is in the educational arena. Women represent an
increasing number of college graduates from which businesses will select their
employees. According to the U. S. Department of Education, the proportion of BAs
in business earned by women rose from 8% in 1965, to 33.7% in 1980, to 46.7% in
1990. Statistics further reveal that in 1965, women earned 1.6% of all MBAs and
5.5% of MAs in accounting. By 1990, these figures increased to 33.6% and 43.7%,
respectively (Schwartz 1992). As corporate leaders start to view women as a business
imperative, they will discover that they cannot afford to remain silent and inactive
regarding barriers to women’s advancement.
African-American men and women in the corporate world have a more
intensified problem. As noted by Poussaint (1991), skin color almost invariably
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triggers negative racially stereotypical reactions in Caucasian males who wield the
power. Poussaint (1991) speculates that African- Americans in the corporate suites
are victims of racism and sexism as are their cohorts at lower levels throughout the
corporation. Frequently, outstanding graduates of Historically Black Colleges and
Universities (HBCUs) frequently won’t be able to get in the door because of racism
and sexism (Baskerville 1991). Thomas and Scott (1991) also noted that minorities
constitute only about 1.8% of the boards of directors of American corporations.
African-American women corporate executives, primarily as a result of Civil
Rights legislation and Equal Employment Opportunity Commission regulations, have
realized small gains in corporate executive posts (Aldridge 1989). Yet, African-
American women comprise only three percent (3%) of corporate management and
only .9% of female corporate officers (U. S. Department of Labor, Bureau of Labor
Statistics 1990). As Catalyst found for women in general, both African-American
women and men are constrained by "The Glass Ceilings" regarding upward mobility
within the corporate structure. The problem is that women and African-American
men and women are often "stuck" in staff roles rather than Une roles that are the
pathways to the executive suite.
Jones (1986) acknowledges the fact that "corporations and educational
institutions have given thousands of black managers the background to move up to
more responsible positions. The corporate door is open, but access to the upper
floors is "blocked," Furthermore, Jones found that African-Americans are usually
not placed in mainstream positions in major corporations. Instead, they are put into
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"THE RELATIONS" - the community relations, the industrial relations, the public
relations, and the personnel relations. Although these are important positions, they do
not bring in revenues, and they do not prepare an executive to become a Chief
Executive Officer,
According to Norment (1991), as we approach the 21st Century, little has
changed for African-Americans in corporate America. She observed that: (1) just
eight years shy of the year 2000, a great number of Fortune 500 companies report
that they have no black women in top executive positions, and (2) a great number of
the African-American men and women in their companies who are in management
posts, are in high visibility but dead-end jobs that wield little influence within the
company.
Self-Actualization
Maslow admired Ruth Benedict (an American anthropologist) and Max
Wertheimer (a leading Gestalt psychologist), and this admiration led to Maslow’s
research on self-actualization. Self-actualization, according to Maslow, is the full use
and exploitation of talent, capacities, potentialities, et cetera. Such people seem to be
fulfilling themselves and doing the best that they are capable of doing (Maslow 1954).
According to Belkin (1987), Maslow characterized self-actualized persons as "usually
talented, creative, responsive individuals, in touch with reality and able to accept it as
it is and to accept their place within the world. Their perception is clear, they are
confident yet humble, sure of themselves yet sensitive to all of their limitations. They
are committed to some meaningful project, some plan which holds much interest.
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They are spontaneous and less inhibited than people who are not self-actualizing"
(Belkin 1987, p. 173; Hall 1968).
Belkin (1987) writes insightfully of some interesting aspects of self-actualization
as conceived by Maslow. Belkin observes that the concept of self-actualization is "the
lack of predictability, of direct causality of traits, attributed to those
individuals...There is a commonality to these individuals that is not entirely
quantifiable since it cannot be easily categorized or fragmented" (Belkin 1987, p.
173). It would serve the readers of this construct well to keep Belkin’s succinct
analysis of self-actualization in mind as they attempt to process this concept. Jones
and Crandall (1991) concluded that although there have been critics and supporters of
the concept of self-actualization, it remains a positive model for mental health and
individual development over the last twenty years.
Maslow’s motivational theory, the heart of self-actualization, is based upon a
number of innate needs that activate and direct the behavior of every individual.
These needs themselves are instinctoid, meaning that we have them at birth. The
behaviors that human beings use to satisfy these needs are learned and, consequently,
vary from one individual to another (Schultz 1990).
Maslow also arranged these universal needs in what he called "a hierarchy of
prepotency" (Figure 1). The first hierarchial needs are physiological needs-food,
water and sex. The second level of needs is safety—security, order, and stability.






Figure 1. Maslow’s hierarchy of needs
TYPE OF NEED LEVEL
1. Physiological needs. These are the needs we have for basic
creature comforts: food water, warmth, air, sex.
Deficiency
2. Safely needs. We must feel we are free from threat to our
lives. Safety needs include our desires for familiarity,
regularity, and a secure home.
Deficiency
3. Belongingness and love needs. All people want to feel that
they belong somewhere and that at least one other person
feels a sense of love and caring for them.
Deficiency
4. Esteem needs. We need to feel that we are worthwhile and
capable, and that the society we live in values our
contribution to it.
Deficiency
5. Self-actualization needs. We also need to be in touch with
those resources that lie deep within us. These include
imagination and creativity, our ability to experience great
joy, and to make total use of our potential. Maslow suggests
that we carry not only our past inside us, but also our
future, in the sense that the direction of our growth lies
within us and needs to be fulfilled.
Being
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esteem needs-from self and others. The fifth need is for that of self-actualization as
previously defined.
According to Maslow, the needs that are on the bottom level must be satisfied
before those at the top can be satisfied (Schultz 1990). For example, a hungry person
will hardly be concerned about esteem needs—from self or others. The important
point here is that people are not driven by all these needs at the same time. Only one
need is dominant at a time and that is determined by which of the other needs are
satisfied and which are not. When some of the needs are not met, a "deficiency
condition" obtains that may be diagnosed as a neurosis, character disorder, psychosis,
et cetera (Belkin 1987).
The Measurement of Self-Actualizing Values
In order to identify an appropriate instrument for this study, the researcher
reviewed available data on several instruments. The instruments reviewed included
the Personal Orientation Inventory (POI: Shostrom 1963); the Personal Orientation
Dimension (POD) by Shostrom, Knapp and Knapp; and the Short Index of Self-
Actualization (SI) by Jones and Crandall (Jones and Crandall 1991). Of these
instruments, the POI was chosen because it represented one of the most valid and
reliable instruments that purports to assess self-actualization.
Shostrom (1963) presented the POI as a measure of those values and behaviors
deemed to be important in the development of the actualizing individual. The
importance of the availability of the POI was quickly recognized by the professional
community, and a large body of research was soon generated. In the period between
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publication of the Seventh Mental Measurements Yearbook and the Eighth Mental
Measurements Yearbook, the POI jumped from the 50th most referenced test to the
19th most referenced test (Jones and Crandall 1991). Burwick and Knapp (1991)
contend that evidence for the validity of the POI is based on many studies
incorporating a wide diversity of populations from samples of hospitalized patients
and drug addicts to successful business, management and elective samples, as well as
many studies based on nominated groups. Perhaps Shostrom best summed up the
situation regarding self-actualization and the POI as follows: "Despite criticism over
the years, the concept of self-actualization is alive and well...We continue to need
models of optimal functioning" (Jones and Crandall 1991, p. iv).
In summary, the literature regarding the topic of this study, selected African-
American and Caucasian women in corporate America, has received a rigorous
review from a wide variety of resources. The number of women and minorities are
rapidly increasing in the workforce. Therefore, a competitive corporate America will
eventually have little choice but to include women in their upper management ranks.
CHAPTER 3
METHODOLOGY
The research methodology utilized in this study was descriptive (Ary, Jacobs
and Razavieh 1990). Descriptive research involves collecting data in order to test
hypotheses or answer questions concerning the current status of the subjects of the
study. In other words, a descriptive study reports things the way they are (Miller
1986). Particularly relevant here is a statement by Borg and Gall (1983) who wrote
that, "In many educational research projects, small samples are more appropriate than
large samples...However, a study that probes deeply into the characteristics of a small
sample often provides more knowledge than a study that attacks the same problem by
collecting shallow information on a large sample."
Race, the independent variable in this study, is an attribute variable, which
refers to characteristics that a subject possesses before the study begins (Ary, Jacobs,
and Razavieh 1990). There was no attempt to manipulate the independent variable,
but to assess this attribute in the subjects to determine if it might result in differential
levels of attainment as related to self-actualization. The dependent variables in this




The present research sought to determine if significant differences exist between
the self-actualizing values of selected African-American and Caucasian women who
occupy similar positions in corporate America.
Site/Setting
The home base for this study was at X University located in a metropolitan area
in the southeast region of the United States of America. The research sites were the
corporate offices of the African-American and Caucasian women that are located in
various cities throughout the United States.
Subjects
The subjects of this study consisted of the 21 African-American women in
corporate America that were featured in Black Enterprise magazine (Baskerville et al.
1991) and 21 Caucasian women in corporate positions, as identified by the National
Association for Female Executives and the Women’s Bureau. Each of these female
executives had line authority over budgets and revenues totaling at least one billion
dollars. Additionally, they controlled subsidiaries, divisions or departments that had a
substantial impact on the fiscal health and direction of the companies for which they
worked. Finally, these female executives had compensation packages ranging from
$100,000 to more than $500,000 annually. Of the 21 African-American women and




Two instruments were employed in this study. The Personal Orientation
Inventory (Shostrom 1963) was used to assess the self-actualizing values of each
participant. A demographic data sheet was developed by the researcher to gather
personal information from each participant. Descriptions of both instruments follow.
Personal Orientation Inventory
The Personal Orientation Inventory (POI) was employed to assess the personal
orientation of each participant. The POI was designed to assess the degree to which
an individual’s attitude and values compare with those of self-actualizing people
(Shostrom 1963). There are 150 two-choice comparative value and behavior
judgments on the POI. The respondent is asked to choose one of the two statements
to each item which is true or mostly true as applied to that particular individual
(Shostrom 1963).
Two major POI scales, the time competence (TC) scale and the Inner Directed
scale were used to determine the "self-actualization" scores in this study. The POI
manual succinctly states the following in this regard;
When a quick estimate is desired of the examinee’s level of self-
actualizing, the Time Competence (TC) and Inner Directed (I) scales only
may be scored. Also, for correlational or other statistical analyses, it is
recommended that scores from the Time Competence scale and the Inner
Directed scale be used in preference to the ratio scores, due to the
statistical complexities of ratio scores (Shostrom 1974, p.6).
The 23 items of the time scale measure the degree to which an individual lives in the
present, free of stagnating concern over past events and future uncertainties. The
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support scale, which has 127 items, assesses the degree to which an individual is
guided by his own inclinations (inner-directed) in contrast to responding to external
forces (other-directed). The two ratio scores yielded are time incompetence/time
competence (time ratio) and other directed/inner directed (support ratio). The two
scales are presented as ratio scores because they are viewed as being clinically
interpretable in relative or proportional terms (Shostrom 1974). Self-actualizing value
(SAV), one of the POI subscales, was utilized in this study to measure affirmation of
values of self-actualizing persons. This subscale is comprised of 26 items.
Using the POI with selected African-American women in corporate America and
selected Caucasian women who occupy similar positions, adds to the body of
knowledge about its utilization as an instrument that can be used to measure self-
actualization. Everett Shostrom, the creator of the POI, has encouraged the use of
this instrument in a wide variety of settings and with diverse groups (Jones and
Crandall 1991).
Shostrom (1974) has reiterated that the POI is not a "forced choice" instrument.
Robert Knapp 1990) supports Shostrom’s contention in the following quotes:
The Inventory format does not meet the criteria of a forced-choice
instrument. Scale scores are normative rather than ipsative, with the score
on one scale in general not being dependent upon responses to another
scale. It is important for consideration of research design and statistical
analysis to maintain this distinction. The POI item format is more
properly described as "paired opposites." Items of each scale are not
paired with those of other scales; the scoring for each item remains
independent (Knapp 1990, p. 3).
The POI is a self-administered inventory which is presented in booklet form.
Examinees record answers on either a hand-scoring or machine-scoring answer sheet.
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Directions for the examination are found on the front cover of the Inventory booklet.
There is no time limit for administration. Testing time is usually about 30 minutes.
Normative data for the POI has been obtained using various groups-high school
and college students, selected occupational groups and selected clinical groups. The
instrument has also been evaluated for discrimination in sex differences using various
comparable male and female groups. The general consensus is that while significant
gender differences were found on a few scales when comparing some groups, overall,
there is no substantial evidence to support significant sex differences on the POI
(Shostrom 1974).
The validity of the POI was originally tested on nominated groups. Clinical
psychologists nominated two groups of individuals they judged as either "relatively
self-actualizing" or "non-self-actualizing" adults. Results indicated that the POI
significantly discriminated between clinically judged self-actualizing and non-self-
actualizing groups (Shostrom 1964).
Several studies have supported the validity of the POI as a measure of self-
actualization (Shostrom and Knapp 1966; Zaccaria and Weir 1967; Fox, Knapp, and
Michael 1968; Murphy, DeWolfe, and Mozdzierz 1984; Knapp 1990). Bloxom
(1972) reported the content validity of the POI to be "good." The reliability
coefficients ranged from .52 to .85 (Shostrom 1974).
The POI scales were developed around value concepts which have broad
personal and social relevance (Shostrom 1974). Consequently, its employment in a
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variety of settings (e.g., colleges, business and industry, clinics and counseling
agencies), is appropriate.
Demographic Data Sheet
A demographic data sheet (DDS) was devised by the researcher for employment
in this study (see Appendix B). This survey elicited basic demographic and other
relevant personal information about each subject. Specific categories on the
instrument included basic demographics such as age, race and marital status,
education, employment status, and annual income. The purpose of this demographic
data was to describe the subjects.
For the purpose of gathering the data for this study, the researcher developed a
questionnaire/checklist called the Demographic Data Sheet (DDS) that was designed
to facilitate this information-gathering. This instrument was field-tested at Clark
Atlanta University. The persons that were used to field-test the instrument were some
of the faculty in the University’s Department of Counseling and Human Development
in the School of Education, and the Department of Public Administration. In
addition, graduate students in the Clark Atlanta University Department of Counseling
and Human Development participated in the try-out, as well as some of the
researcher’s co-workers, in a helping relationship setting. Finally, the director and
professional counseling staff of the office of a local psychologist responded to the
instrument and made valuable suggestions for improvement.
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Human Services Contract
No human subjects contract was be needed for this study because direct services
were not provided. Subject participation was voluntary and only required the
completion of two survey instruments. Therefore, psychological or physical harm
was unlikely.
Procedure
There were three research study periods. They were the pre-research, research,
and post-research periods. The following procedural steps listed in chronological
order were undertaken for each of the study periods.
Pre-Research Period
1. Identified study subjects as the 21 African-American women in
corporate America selected by Black Enterprise Magazine.
August 1991, and 21 Caucasian women in corporate America
identified by the National Association for Female Executives and
the Women’s Bureau (August 1992).
2. Telephoned potential subjects to obtain their participation in this
study.
3. Contacted each of the 42 study subjects by letter (see Appendix C). This
procedure was undertaken to inform the study subjects of the purpose of the
study and to solicit their support and participation.
4. Contacted each of the identified study subjects every two weeks by
telephone, as a follow-up to the letter because of their extremely busy
schedules.
5. Continued to telephone each subject every two weeks until the majority of
the subjects agre^ to participate in this study.
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Research Period
6. Mailed the research packet which included a cover letter,
instruments, answer sheets. No. 2 pencil and a return postage-
paid envelope) to each consenting subject.
7. Followed-up by telephoning those subjects who had not returned testing
materials 15 days subsequent to the mail-out. Five subjects from each of
the two groups chose not to participate in this study. Therefore, a total of
32 subjects participated in this study.
8. Reviewed completed data forms.
Post-Research Period
9. Reviewed completed instruments.
10. Collected data.
11. Analyzed the data.
12. Terminated the research.
Data Collection
All study data were collected by the researcher. Each participant was identified
by a previously assigned four-digit ID code. Of the 21 African-American study
subjects, 16 subjects chose to participate. Two of the African-American female
executive subjects philosophically chose not to participate, one subject was promoted
to another position, and two subjects reported that they could not take part in the
study because they would be out of the country. Of the 21 Caucasian study subjects,
16 subjects chose to participate. Five of the Caucasian female executives
communicated to the researcher by telephone or mail that they were unable to
participate in this study due to their busy work schedules. Machine-scoring answer
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sheets were processed and scored by the Educational and Industrial Testing Service
(EdITS), San Diego, California. EdlTS profiled the results in the form of POI
scores.
Data Analysis
The data analysis was conducted by the researcher. Since this study is a
comparative study, t-tests (which measure differences between group means) were
employed to analyze the data. The results represent the outcome of statistical
analyses of data collected, using the STATWORKS computer analysis program. The
.05 level of significance represented the criterion by which to accept or reject each
study hypothesis. Ary et al. (1990), state that the .05 level of significance is typical
in educational studies. The subjects’ responses on the Demographic Data Sheet
(DDS) are reported using frequency analyses in numbers and percentages.
Assumptions of the Study
1. It was assumed that the POI accurately measured those attributes that constitute
self-actualization.
2. It was further assumed that the POI accurately reflected self-actualizing values
when used with African-American and Caucasian women.
Limitations of the Study
1. The instrument that was utilized in this study was a self-report scale. There was
a possibility that responses to certain items may not have been truthful.
2. Subjects for this study were obtained on the basis of the willingness of the
subjects to participate. Therefore, caution should be exercised in generalizing the
findings of this study beyond the specific subjects utilized.
CHAPTER 4
RESULTS AND DISCUSSION
This chapter contains the results and discussion of research findings. This study
investigated whether a selected group of highly successful African-American and
Caucasian women in corporate positions share specified self-actualizing values.
Shostrom’s (1963) Personal Orientation Inventory, a widely accepted measure of self-
actualizing values, was utilized in this study. The three statistical hypotheses
identified in Chapter 1 were analyzed using the standard t-test. Findings relative to
the hypotheses of this study and selected demographic characteristics of the subjects
are also reported.
The results are arranged in the following manner: Section A and Section B.
Section A includes demographic data and Section B includes the statistical results on
the three null hypotheses that were addressed in this study.
Section A: Demographic Data
Demographic data used in this study were obtained through the use of a
Demographic Data Sheet (DDS) that was developed by the researcher. Demographic
data obtained from the DDS included each subject’s age and information regarding




As shown in Table 1, of the 16 African-American female subjects, one ( 25%)
was in the 31-35 age range. Four (25%) subjects were in the age range 36-40, five
(31.25%) subjects were in the 46-50 age range, while six (37.5%) subjects were aged
41-45. None of the African-American subjects checked "50 and above." Therefore,
the typical age of the African-American female executives in this study was 41-45
years.
Table 1
Demographic Characteristics of Selected African-American Female
Executives and Selected Caucasian Female Executives in Corporate
America by Age in Numbers and Percents
African-American Caucasian
(n = 16) (n = 16)
No. % No. %
31 -35 1 6.25 0 0.00
36-40 4 25.00 7 43.75
41 - 45 6 37.50 5 31.25
46-50 5 31.25 2 12.50
50 and above 0 0.00 2 12.50
16 100.00 16 100.00
Age:
Table 1 also shows the age range of the Caucasian female executives. Of the
16 Caucasian female subjects, none were in the age range of 31-35. Seven (43.75%)
subjects were 36-40 years old. Five (31,25%) subjects were aged 41-45. Two
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(12.50%) of the subjects were in the age range of 46-50. Likewise, two (12.50%) of
the subjects were 50 years and above. Therefore, the typical Caucasian female
executive in the study was 36-40 years of age. Consequently, the typical African-
American female executive was older than the typical Caucasian female executive in
this study.
Total Number of Persons Reporting to You
As illustrated in Table 2, of the 16 African-American female subjects, two
(12.50%) had 1-5 persons reporting to them, while four (25%) had 6-10 persons
reporting to them. One (6.25%) African-American subject had 11-15 persons
reporting to her. Likewise, only one (6.25%) African-American subject had 16-20
Table 2
Demographic Characteristics of Selected African-American Female
Executives and Selected Caucasian Female Executives in Corporate
America by Total Number of Persons Reporting to You
African-American Caucasian
(n = 16) (n = 16)
Emplovment No. % No. %
Total Number of persons
reporting to you:
1 - 5 2 12.50 8 50.00
6- 10 4 25.00 6 37.50
11 - 15 1 6.25 0 0.00
16-20 1 6.25 0 0.00
Over 20 8 50.00 2 12.50
16 100.00 16 100.00
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persons reporting to her. Eight (50%) of the African-American subjects indicated that
over 20 people reported to them. Consequently, the typical African-American female
executive in the study stated that more than 20 persons report to them.
Table 2 also shows that of the 16 Caucasian female subjects, eight (50%) had 1-
5 persons reporting to them, followed by six (37.50%) subjects with 6-10 persons
reporting to them. None of the Caucasian subjects checked "11-15" or "16-20." Only
two (12.50%) subjects stated that over 20 people report to them. Therefore, the
typical Caucasian female executive in this study indicated that 1-5 persons report to
them.
Number of Years with Company
As shown in Table 3, of the 16 African-American female subjects, one (6.25%)
had been employed for under one year at her present place of employment, followed
by three (18.75%) subjects who reported being employed from 1-5 years. Six
(37.50%) subjects had been employed from 6-10 years at their present place of
employment. Two (12.50%) subjects reported that they had been with their present
employer for 11-15 years. Likewise, two (12.50%) indicated that they had been at
their present place of employment for 16-20 years. Similarly, two (12.50%) subjects
reported working for the same employer for over 20 years. Consequently, the typical
African-American female executive in this study had been employed at their present
place of employment for 6-10 years.
Table 3 also illustrates that of the 16 Caucasian female subjects, none had been
employed for under one year at their present place of employment. One (6.25%)
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Table 3
Demographic Characteristics of Selected African-American Female Executives
and Selected Caucasian Female Executives in Corporate America by Number
of Years With Company, Number of Years in Recent Position, and Annual
Income in Numbers and Percents
African-American Caucasian
(n = 16) (n = 16)
Number of years with
company:
No. % No. %
Under 1 year 1 6.25 0 0.00
1-5 years 3 18.75 1 6.25
6-10 years 6 37.50 3 18.75
11-15 years 2 12.50 4 25.00
16-20 years 2 12.50 4 25.00
Over 20 years 2 12.50 4 25.00
16 100.00 16 100.00
Number of years in recent
Position:
Under 1 year 4 26.60 1 6.25
1-5 years 10 66.70 7 43.75
6-10 years 2 6.70 6 37.50
11-15 years 0 0.00 2 12.50
16 - 20 years 0 0.00 0 0.00
Over 20 years 0 0.00 0 0.00
16 100.00 16 100.00
Annual income:
Under $100,000 0 0.00 0 0.00
$100,000 - $125,000 9 56.25 11 68.75
$126,000 - $150,000 0 0.00 0 0.00
$151,000 - $175,000 3 18.75 2 12.50
$176,000 - $200,000 0 0.00 2 12.50
Over $200,000 4 25.00 1 6.25
16 100.00 16 100.00
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subject reported being employed from 1-5 years, followed by three (18.75%) subjects
who had been employed from 6-10 years at their present places of employment. Four
(25%) subjects reported that they had been with their present employer for 11-15
years. Likewise, four (25%) indicated that they had been at their present place of
employment for 16-20 years. Similarly, four (25%) subjects reported working for the
same employer for over 20 years. Therefore, the typical Caucasian female executive
in this study had been employed at her present place of employment from 11 years to
over 20 years.
Number of Years in Recent Position
As illustrated in Table 3, of the 16 African-American female subjects, four
(26.60%) subjects had held their current position for under one year, while 10
(66.70%) subjects reported being in their current position from 1-5 years. Two
(6.70%) subjects indicated that they had held their current job title from 6-10 years.
None of the African-American subjects checked the following categories: ”11-15
years," "16-20 years," or "over 20 years." Therefore, the typical African-American
female executive in this study had held her current job title from 1-5 years.
As shown in Table 3, of the 16 Caucasian female subjects, one (6.25%) subject
had held her current position for under one year, while seven (43.75%) subjects
reported being in their current position from 1-5 years. Six (37.5%) subjects
indicated that they had held their current job title from 6-10 years, followed by two
(12.5%) subjects who reported being in their current positions from 11-15 years.
Like the African-American female subjects in this study, none of the Caucasian
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female subjects checked the following categories: "16-20 years" or "over 20 years."
Consequently, the typical Caucasian female executive in this study had held her
current job title from 1-5 years. This was also true for the typical African-American
female executive.
Annual Income
As illustrated in Table 3, none of the 16 African-American female subject’s
annual income was under $100,000. Likewise, none of the African-American
subjects checked the following annual income brackets: "$126,000 - $150,000" or
$176,000 - $200,000." Nine (56.25%) subjects reported annual incomes ranging
from $100,0{X) - $125,0(X). Three (18.75%) subjects earned between $151,000 -
$175,0(K) annually, while four (25%) subjects had annual incomes over $2(X),000.
The typical African-American female executive in this study had annual incomes that
ranged from $100,000 - $125,000.
As shown in Table 3, like the African-American female subjects, none of the 16
Caucasian female subjects had annual incomes under $100,0(X) or an annual income
ranging from $126,000 - $150,000. Eleven (68.75%) subjects reported annual
incomes ranging from $100,000 - $125,000. Two (12.5%) subjects earned between
$151,000 - $175,(XK) annually, and two (12.5%) subjects earned between $176,000 -
$200,000 annually. Only one (6.25%) subject indicated that her annual income was
over $200,000. Consequently, the typical Caucasian female executive in this study,
like the typical African-American female in this study, reported an annual income
ranging from $100,0(X) - $125,000.
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Number of Children
As shown in Table 4, of the 16 African-American female subjects, six (37.5%)
had no children, while three (18.75%) subjects had one child, followed by three
(18.75%) subjects who reported having two children. None of the African-American
subjects reported having five or more children. The typical African-American female
executive in this study did not have any children.
As shown in Table 4, like the African-American female subjects, six (37.5%) of
the 16 Caucasian female subjects had no children, while two (12.5%) subjects
reported having one child, followed by five (31.25%) subjects who stated that they
had two children. Like the African-American subjects, two (12.5%) Caucasian
subjects had three children and none of the Caucasian subjects had four children.
Only one (6.25%) Caucasian subject had five or more children. Therefore, the
typical Caucasian female executive in this study, like the typical African-American
female executive in this study, had no children.
Birth Order
As illustrated in Table 4, of the 16 African-American female subjects, eight
(50%) were firstborns, followed by three (18.75%) subjects who were the second
child bom to their parents. Three (18.75%) subjects reported being the third child in
their family. None of the subjects were fourth in birth order. Two (12.5%) subjects
were seventh in birth order. Therefore, the typical African-American female
executive in this study was the firstborn in her family.
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Table 4
Demographic Characteristics of Selected African-American Female
Executives and Selected Caucasian Female Executive in Corporate
America by Number of Children, Birth Order, and Marital Status









0 6 37.50 6 37.50
1 3 18.75 2 12.50
2 3 18.75 5 31.25
3 2 12.50 2 12.50
4 0 0.00 0 0.00
5 or more 2 12.50 1 6.25
16 100.00 16 100.00
Birth order:
1st 8 50.00 11 68.75
2nd 3 18.75 2 12.50
3rd 3 18.75 2 12.50
4th 0 0.00 1 6.25
Please Specify 2 12.50 0 0.00
16 100.00 16 100.00
Your marital status:
Single 1 6.25 1 6.25
Married 11 68.75 15 93.75
Separated 0 0.00 0 0.00
Divorced 4 25.00 0 0.00
Widowed 0 0.00 0 0.00
16 100.00 16 100.00
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Table 4 also shows that of the 16 Caucasian female subjects, 11 (68.75%) were
firstborns. Two (12.5%) subjects reported that they were the second child of their
parents, followed by two (12.5%) subjects who were third in birth order. Only one
(6.25%) subject was fourth in terms of birth order. Consequently, the typical
Caucasian female executive in this study was similar to the typical African-American
female executive in that they were firstborns, too.
Your Marital Status
As shown in Table 4, of the 16 African-American female subjects, only one
(6.25%) was single, followed by 11 (68.75%) subjects who were married. None of
the subjects reported their marital status as "separated" or "widowed." Four (25%)
subjects were divorced. Therefore, the typical African-American female executive in
this study was married.
As illustrated in Table 4, like the African-American female subjects, one
(6.25%) of the 16 Caucasian female subjects was single. Fifteen (93.75%) subjects
were married. Meanwhile, none of the Caucasian subjects reported their marital
status as "separated, divorced or widowed." Therefore, the typical Caucasian female
executive in this study was married.
Education
As illustrated in Table 5, of the 16 African-American female subjects, none of
checked "high school" as their highest level of formal education. Five (31.25%)
subjects had completed undergraduate school, followed by 10 (62.5%) subjects who
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Table 5
Demographic Characteristics of Selected African-American Female Executives and
Selected Caucasian Female Executives in Corporate America by Highest Level of
Formal Education, College or University Attended, and Interested in Continuing
to Climb the Corporate Ladder in Numbers and Percents
African-American Caucasian
(n = 16) (n = 16)
No. % No. %
Education
Your highest level of
formal education:
High school 0 0.00 0 0.00
Undergraduate school
Graduate School:
5 31.25 10 62.50
M.A. 10 62.50 5 31.25
Ph.D. 1 6.25 1 6.25
16 100.00 16 100.00
College or University Attended:
Historically Black College or
University (HBCU)
Public 3 18.75 0 0.00
Private 4 25.00 0 0.00
Historically White College or
University
Public 6 37.50 14 87.50
Private 3 18.75 2 12.50
16 100.00 16 100.00
Interested in continuing to
climb the corporate ladder:
Yes 15 93.75 13 81.25
No 1 6.25 3 18.75
16 100.00 16 100.00
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had earned M.A. degrees. One (6.25%) subject had earned a Ph.D.. Therefore, the
typical African-American female executive in this study checked "M.A." as her
highest level of formal education.
Table 5 also shows that like the African-American female subjects, none of the
16 Caucasian female subjects checked "high school" as their highest level of formal
education. Ten (62.5%) subjects had completed undergraduate school, followed by
five (31.25%) subjects who had earned M.A. degrees. Like the African-American
subjects, one (6.25%) Caucasian subject had earned a Ph.D.. Therefore, the typical
Caucasian female executive in this study checked "undergraduate school" as her
highest level of formal education.
College or University Attended
As shown in Table 5, of the 16 African-American female subjects three
(18.75%) attended a public. Historically Black College or University (HBCU), while
four (37.5%) subjects attended a private HBCU. Six (37.5%) subjects attended a
public. Historically White College or University, while three (18.75%) subjects
attended a private. Historically White College or University. Consequently, the
typical African-American female executive in this study attended a public. Historically
White College or University.
As illustrated in Table 5, of the 16 Caucasian female subjects, none attended a
Historically Black College or University. Fourteen (87.5%) subjects attended a
public. Historically White College or University, while two (12.5%) subjects attended
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a private, Historically White College or University. Therefore, the typical Caucasian
female executive in this study attended a public. Historically White College or
University.
Interested in Continuing to Climb the Corporate Ladder
As illustrated in Table 5, of the 16 African-American female subjects, 15
(93.75%) indicated that they were interested in continuing to climb the corporate
ladder, while one (6.25%) subject was not interested. Consequently, the typical
African-American female executive in this study was interested in continuing to climb
the corporate ladder.
As shown in Table 5, of the Caucasian female subjects, 13 (81.25%) indicated
that they were interested in continuing to climb the corporate ladder, while three
(18.75%) subjects were not interested. Therefore, the typical Caucasian female
executive in this study, like the typical African-American subject in this study, was
interested in continuing to climb the corporate ladder.
Summary
The typical African-American female subject in this study was between the ages
of 41-45. She indicated that she had been at her present place of employment from 6-
10 years, and 6-10 employees reported directly to her. The typical African-American
subject had been in her present position from 1-5 years, and she earned between
$100,000 - $125,000 annually. She was also married, had no children, and was the
firstborn in her family. Additionally, the typical African-American subject had
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earned a M.A. degree from a public, historically white college or university, and she
expressed an interest in continuing to climb the corporate ladder.
The typical Caucasian female subject in this study was between the ages of 36-
40. She indicated that she had been at her present place of employment from 11 to
over 20 years, and 1-5 employees reported directly to her. The typical Caucasian
subject had been in her present position from 1-5 years, and she earned between
$100,000 - $125,000 annually. She was also married, had no children, and was the
firstborn in her family. Additionally, the typical Caucasian subject had earned a B.A.
degree from a public, historically white college or university, and she expressed an
interest in continuing to climb the corporate ladder.
Section B: Summary Statistics from the Personal Orientation Inventory (POP and
Statistical Results for the Hypotheses
Summary Statistics from the Personal Orientation Inventory (POD. Data from
the POI scales were treated as interval in nature since scores are determined by
adding responses. Therefore, it was appropriate to find means and standard
deviations. The means, standard deviations, and Z scores of the POI scales for each
selected group of female subjects (African-American and Caucasian women) are
presented in Table 6.
Each distribution was checked for normality using the Kolmogorov-Smimov Z,
and was found to be within the bounds to be classified as appropriately normal.
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Table 6
Mean, Standard Deviation and Z Score of POI Scales for Selected African-








Time Incompetent (TI) 5.062 1.692 0.227 6.188 2.994 0.163
Time Competent (TC) 17.625 1.708 0.232 16.812 2.994 0.163
Other Directed (O) 36.312 9.307 0.139 40.062 9.996 0.190
Inner Directed (I) 87.312 8.467 0.140 86.125 9.952 0.160
Self-Actualizing Value (SAV) 21.438 1.931 0.115 21.750 2.380 0.200
The time scales measured the degree to which the subjects lived in the present,
free from concern over past events and future uncertainties. The support scales
indicated the degree to which the subjects were guided by their own inclinations
(inner-directed) in contrast to responding to external forces (other-directed). The self-
actualizing value (SAV) scale measures affirmation of primary values of self-
actualizing persons. Table 7 shows the ratio scores of the POI for a selected group of
African-American and Caucasian female subjects in this study.
The T^ (Time Competent) person lives primarily in the present with full
awareness, contact, and full feeling reactivity. The self-actualizing person is not
perfect. This person is understood to be partly T, and partly T^. His/Her Tj - T^
ratio is, on the average, 1 to 8. Therefore, this individual lives primarily in the
present and only secondarily in the past or future. None of the African-American
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Table 7
Ratio Scores from the POI for a Selected Group of African-American and
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women had a ratio score higher than 1:8, while 6.25% of the Caucasian women had a
ratio score higher than 1:8.
The T, (Time Incompetent) person is one who lives primarily in the past, with
guilts, regrets, and resentments, and/or in the future, with idealized goals, plans,
expectations, predictions, and fears (Shostrom 1963). One hundred percent (100%)
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of the African-American women had a ratio score lower than 1:8, compared to
9'i.l5% of the Caucasian women.
The I (Inner-directed) person is independent and self-supportive. Internal
motivations are the guiding force instead of external influences (Shostrom 1963). The
self-actualizing person is both "inner-directed" and "other-directed." The O-I ratio of
a self-actualizing person is, on the average, 1 to 3. This means that this individual
depends primarily on his/her own feelings and secondarily on the feelings of others in
his/her life decisions (Shostrom 1963). Of the African-American women, 31.25%
had ratio scores higher than 1:3, compared to only 6.25% of the Caucasian women.
The O (other-directed) person is dependent upon and supported by other
persons’ views. Of the African-American women, 68.75% had ratio scores lower
than 1:3, while 93.75% of the Caucasian women had ratio scores lower than 1:3.
Results of Analyses of Data for Study Hypotheses
T-tests were used to analyze the statistical hypotheses in this study. The t-test
has three inherent assumptions: data must be interval in nature, each distribution is
approximately normal, and the variances are homogeneous (Triola 1992). Since the
raw scores on the POI were determined by adding responses, these scores can be
considered interval. Table 6 shows the Kolmogorv-Smimov Z, a test statistic which
could not be rejected for any of the distributions, indicating that each distribution can
be considered approximately normal. Homogeneity of variances was checked for
each pair of distributions for which the means were compared. The variances of all
such pairs of distributions were not found to be significantly different, therefore
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conforming to the assumption of homogeneity of variance. The related F-statistic
showing homogeneity of variance is provided for each t-test.
Hypothesis 1. There is no statistically significant difference in self-
actualizing values between selected African-American women in corporate
America and selected Caucasian women who occupy similar positions.
A t-test between scores provided by the two groups on the Self-Actualizing
Value (SAV) scale of the POI was generated. Table 8 shows these results.
Table 8
Means of Selected African-American and Selected Caucasian Women for
Self-Actualizing Values (SAV) on the POI Scale
Subtest Mean^ Meauc t(30) p-level F(15,15
SAV 21.438 21.75 -0.408 p > 0.2 1.52
The t-test was not significant, i.e,, the p-level was not below .05. Therefore,
there is insufficient evidence to reject Hypothesis 1. There is no statistically
significant difference between the two groups in their responses on the SAV scale of
the POI.
Hypothesis 2. There is no statistically significant difference in Time
Competence (TC) between selected African-American women in corporate
America and selected Caucasian women who occupy similar positions.
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A t-test between scores designated as TC was calculated to determine if there
was a difference in response means between the two groups. In addition, a t-test
between scores designated as Time Incompetent (TI) was generated. Table 9 provides
these results.
Table 9
Means of Selected African-American and Selected Caucasian Women for
Time Competence (TC) and Time Incompetence (TI) on the POI Scales
Subtest Mean^ Meanc t(30) p-level F(15,15)
TC 17.625 16.812 0.943 p > 0.2 3.072
TI 5.062 6.188 -1.309 p > 0.2 3.13
Neither t-test was significant; therefore, Hypothesis 2 cannot be rejected. There
is no statistically significant difference in the responses between the two groups with
respect to Time Competence (TC) or to Time Incompetence (TI).
Hypothesis 3. There is no statistically significant difference in Inner
Directedness (I) between selected African-American women in corporate
America and selected Caucasian women who occupy similar positions.
A t-test between scores provided by the two groups on the Inner Directed (I)
scale was calculated. In addition, a t-test between scores provided by the two subject
groups on the Other Directed (O) was computed. Table 10 shows these results.
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There is insufficient evidence to reject Hypothesis 3. There is no significant
difference in the responses given by the two groups.
Table 10
Means of African-American and Caucasian Women for Inner Directedness
(I) and Other Directedness (O) on the POI Scales
Subtest Mean^ Meauc t(30) p-level F(15,15)
I 87.312 86.125 0.364 p > 0.2 1.38
O 36.312 40.062 -1.098 p > 0.2 1.15
Summary
The three study hypotheses were analyzed using t-tests. There were no
significant differences between responses given on the POI scales by selected African-
American and Caucasian women who occupy top level positions in corporate
America. All means on the POI scales were between the 40th and 60th percentiles.
No scale or subtest had a mean that was significantly higher than average or lower
than average for either group of subjects. Therefore, there was no conclusive




The purpose of this study was to ascertain whether a selected group of
African-American and Caucasian female executives, who occupied similar positions in
corporate America, share specified self-actualizing values. Three null hypotheses
were tested to determine if statistically significant differences existed in self-
actualizing values. Time Competence scores and Inner Directedness scores between
selected African-American and selected Caucasian women who occupy similar
positions in corporate America.
The review of related literature revealed that by the year 2000, the number of
women and ethnic minorities in the workforce will exceed that of Caucasian males.
Therefore, experts argue that, in the future, a competitive corporate America will be
forced to recruit and retain women for top executive positions. As women continue
to earn college degrees, the number of qualified women will soon be too large for
corporations to ignore. Thus, one of the central problems facing the nation is how to
address this matter in a rational and effective manner, considering the sensitive nature
of race and gender in the United States of America. The literature further stated that
women in corporate America often are faced with "the glass ceiling" and sexism. In
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addition to these, African-Americans also encounter racism. As a result, African-
American and Caucasian women are frequently placed in staff positions rather than
line roles which lead to the executive suite. Despite these obstacles, the subjects of
this study rose to top executive levels in corporate America.
The Personal Orientation Inventory (POI) was used to assess the subjects’ level
of self-actualizing values. The responses of 16 African-American female subjects and
16 Caucasian female subjects were used in this study. The African-American subjects
were identified by Black Enterprise as the top African-American women in corporate
America. Likewise, the Caucasian subjects were identified by The National
Association of Female Executives and the Women’s Bureau as the top Caucasian
women in corporate America. All subjects were selected using the following criteria:
First, each female executive had line authority over budgets and revenues totaling at
least one billion dollars. Secondly, each female executive controlled subsidiaries,
divisions, or departments that had substantial impact on the fiscal health of the
company for which they worked. Finally, each female executive had compensation
packages ranging from $100,000 to more than $500,000 annually.
The standard t-test was used to analyze the data. The results indicated that
there was no statistically significant difference between the self-actualizing values of
this selected group of African-American and Caucasian female subjects. Therefore,
the null hypothesis was not rejected. Likewise, the Time Competence and Inner
Directed scores of African-American and Caucasian women in corporate America on
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the POI indicated that there were no statistically significant differences between
subjects on these scales.
Conclusions
In seeking answers to the research question raised in this study, three
hypotheses were tested using the .05 level of significance as the decision rule for
accepting or rejecting each hypothesis.
The first hypothesis stated that there is no statistically significant difference in
the self-actualizing values between selected African-American women in corporate
America and selected Caucasian women who occupy similar positions. The statistical
analyses of the data failed to indicate any statistically significant difference in self-
actualizing values between selected African-American and selected Caucasian women
who occupy similar positions. Consequently, this hypothesis failed to be rejected.
The second null hypothesis stated that there is no statistically significant
difference in Time Competence (TC) between selected African-American women in
corporate America and selected Caucasian women who occupy similar positions. The
statistical analysis of data failed to indicate any statistically significant difference in
Time Competence (TC) between selected African-American and selected Caucasian
women who occupy similar positions in corporate America. Therefore, the second
hypothesis failed to be rejected.
The third null hypothesis stated that there is no statistically significant
difference in Inner Directedness (I) between selected African-American women in
corporate America and selected Caucasian women who occupy similar positions. The
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statistical analysis of data failed to indicate a statistically significant difference
between the Inner Directedness of selected African-American and selected Caucasian
women who occupy similar positions in corporate America. Consequently, the third
hypothesis failed to be rejected.
Recommendations
Further Research. The literature search did not indicate any previous research
studies of the questions addressed in this study. Therefore, the present study may be
categorized as a benchmark research work. Since there is a paucity of research on
women (especially African-American women) in corporate America, hopefully, this
study will encourage others to do more research in this area.
The Personal Orientation Inventory (POI) was the instrument used to assess the
degree to which an individual’s attitudes and values compare with those of self-
actualizing people. Although the POI is a widely accepted instrument for assessing
self-actualizing values and has been utilized with a wide diversity of populations,
further research studies using the POI with populations similar to the subjects in this
study are recommended.
Professional Training. As discussed earlier, Maslow (1954) characterized self-
actualized individuals as talented, creative, in touch with reality, spontaneous, and
less inhibited than individuals who are not self-actualizing. Schultz (1990) pointed out
that Maslow’s motivational theory, the heart of self-actualization, is based upon innate
needs that activate and direct the behavior of every individual. These innate needs
are present at birth. Schultz (1990) further stated that the behaviors human beings use
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to satisfy their innate needs are learned and vary from one individual to another.
Consequently, parents, teachers, caretakers, and other human service providers could
play a vital role in an individual’s development of self-actualization, if they are
cognizant of an individual’s innate needs and their relationship to the development of
a person’s full potential.
Counselor Training. For the counselor who assists individuals (especially
African-American females) in formulating career choices, he/she will face unique
challenges. The counselor may begin by helping persons to acknowledge the fact that
racism and sexism are realities in the workforce. However, in spite of these
negatives, individuals can reach their fullest potential if they have a strong will and a
determined mind that will not give up!
Additionally, the counselor may encourage individuals to identify factors that
they perceive as barriers for them help the student to realize that there are factors that
they cannot change, and help them to learn to believe in themselves. In other words,
people must believe that what ever they can conceive, they can achieve through hard
work and determination, as the subjects of this study have demonstrated. The
counselor’s task should also include helping individuals to be cognizant of their
strengths and weaknesses. While building on their strengths, individuals should work
to improve in areas where they are weak.
In addition to racism and sexism, our society has reinforced the belief that
females lack the ability to succeed in nontraditional careers (Schwartz 1992). As a
result, many females may lack self-confidence, question their abilities, and avoid
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pursuing their true interest. In this case, the counselor’s task becomes one of
confidence building. Early intervention is essential in assisting individuals in
choosing challenging careers, promoting their self-esteem, and utilizing their abilities
to the fullest. This intervention should begin in kindergarten, since children begin
sex-role stereotyping and associating careers with genders as early as three years old
(Berger 1988).
While providing the opportunity for future research studies, the present study
should prove to be beneficial for counselors, parents, and other human services
providers.
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President, Chairman, and Chief Executive Officer
Topform Corporation
Felice N. Schwartz, President, Catalyst
Women as a Business Imperative
A year ago, you asked me to analyze how Topform deals with its women and to
advise you about your policies. Since then I have studied your company and
talked at length with your top managers in order to arrive at a clear understanding
of Topform’s treatment of women.
You believe, I know, that you have made strides toward offering women equal
opportunity. However, you think your efforts haven’t been appreciated. The
women who stand to profit most from your help don’t seem grateful. You worry
about the preplexingly high turnover of women within your managerial ranks,
but, at the same time, you express annoyance at the messy details of modem
double-gender business life, such as maternity leave and sexual harassment in the
workplace. These problems seem distracting at best and, at worst, are obstacles
to accomplishing your most important objectives to make better products and to
run a more profitable company.
Even though you value candor, you won’t like what you’re about to hear. If you
are like most CEOs, you will want me to say that everything is all right, that the
policies you’ve implemented have already made yours a family-friendly company.
You will receive no such reassurances. In fact, my view is virtually the opposite:
you must make a radical change now, not take more incremental, ad hoc steps.
I challenge you, not reassure you.
It is imperative that you help women advance in your company - and not just for
their sake but for the sake of Topform as well. Moreover, the atmosphere of
your company, which you regard as tolerant and welcoming to all employees, is
actually corrosive to women. But if you accept this challenge and make a radical







OF POWER AND INFLUENCE








5. Number of years with present company
6. Number of years in present position
7. Number of years employed after undergraduage graduation
8. Birth Order Number of Sisters Number of Brothers
_
9. Marital status of parents:
Married Separated Divorced Single _
10. If your parents are separated or divorced, how old were you when this
happened?
11. What is the highest level of formal education of your
Mother Father
12. Your highest level of formal education
13. Your marital status: Married Divorced
Separated Widowed
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14. Number of children, if applicable _
15. Your annual income





17. What are your parents’ occupations:
Father
Mother
18. Were your parents supportive of your career choice?
19. What person(s) or circumstances influenced you to aspire to your present level
of success?
20. Did you attend a predominantly black college/university? If so, why?
7121.Did you attend a predominantly white college/university? If so, why?22.What is your favorite form of relaxation from the rigorous demands of your job?
23. Number of persons reporting directly to you
24. Are your interested in continuing your climb up the corporate ladder?
Yes No25.What specific advice would you give African-American females in the pursuit of
career success?
PLEASE RETURN COMPLETED SURVEY TO:
Julie Ealy - Box 183
Clark Atlanta University
Department of Counseling and Human Development








I am writing to solicit your participation in my Doctor of Philosophy (Ph.D.)
dissertation. I am studying American women in corporate positions, and your
name was obtained from the August 1991 issue of Black Enterprise magazine.
The article was entitled, "21 Women of Power and Influence in Corporate
America." Please accept my congratulations for your most outstanding
achievements.
Essentially, my study will use the enclosed Personal Orientation Inventory (POI)
to assess the self-actualizing values of successful women such as yourself. All
data from the POI and enclosed Demographic Data Sheet will be reported on a
group basis. The data collected from you will be held in the strictest confidence.
The analysis will be based upon the collective group. No individual’s data will
be reported, shared, or disseminated under any circumstances. Hopefully, the
outcomes of my study can be used by counselors and educators to identify and
motivate young females to reach their fullest potentials.
I will be delighted to sent your personal, private, and confidential POI self-
actualizing profile to you upon completion of my dissertation. I am enclosing a
stamped, self-addressed envelope for the return of your completed POI answer
sheet. Demographic Data Sheet, and the POI booklet. Your expeditious response
will be most deeply appreciated.








I am writing to solicit your participation in my Doctor of Philosophy (Ph.D.)
dissertation. I am studying American women in corporate positions, and your
name was obtained from the National Association for Female Executives and/or
the Women’s Bureau (August 1992). Please accept my congratulations for your
most outstanding achievements.
Essentially, my study will use the enclosed Personal Orientation Inventory (POI)
to assess the self-actualizing values of successful women such as yourself. All
data from the POI and enclosed Demographic Data Sheet will be reported on a
group basis. The data collected from you will be held in the strictest confidence.
The analysis will be based upon the collective group. No individual’s data will
be reported, shared, or disseminated under any circumstances. Hopefully, the
outcomes of my study can be used by counselors and educators to identify and
motivate young females to reach their fullest potentials.
I will be delighted to sent your personal, private, and confidential POI self-
actualizing profile to you upon completion of my dissertation. I am enclosing a
stamped, self-addressed envelope for the return of your completed POI answer
sheet. Demographic Data Sheet, and the POI booklet. Your expeditious response
will be most deeply appreciated.
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